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ABSTRACT 
The present paper is an MSc thesis submitted to the International Hellenic University. 
This study was designed to explore and describe the performance of Greek academic 
librarians and their motives for further improvement in their future work. The empirical 
study took place in Greek academic libraries located in northern Greece. Included were 
variables of gender, age, education, work experience, training issues and polices 
regarding libraries as well as how clear the work objective is to the employees. The 
results of this study showed that most academic librarians required more training and 
development in order to become more motivated. The research also showed that there are 
not personnel departments in most Greek academic libraries, so there is a need for library 
directors to be more informed about the human resource techniques in order to be able to 
motivate and inspire their employees effectively. That includes good communication with 
employees, understanding of the employment legislation and the employees‟ needs, 
providing good working conditions and improving the existing ones and finally providing 
extra training for the librarians in order to transfer knowledge to users in the best possible 
way. Greek librarians seem to be disappointed by their jobs, as there is no prospect of 
development in their current positions. Furthermore, there are some academic libraries 
that lack the basic funds, so it is very difficult for them to operate properly. 
Unfortunately, the economic crisis that Greece is facing today has not allowed Greek 
academic libraries to have an extra department or an extra employee dealing with human 
resource issues. Additionally, this situation does not allow the library directors to 
motivate their employees to participate in seminars or training programs, as that would be 
costly for the organization. Finally, extra bonuses or merit pay for further motivation 
cannot exist, as libraries do not have the proper number of employees due to the financial 
situation, and, apart from that, libraries tend to hire employees on short-term contracts 
without any benefits. 
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INTRODUCTION 
Improvements in each working sector usually starts from the personnel that work in the 
organization (Dern, 1993). Thus, human resource management plays an important role 
for each organization in order to for it to operate properly and efficiently. Human 
resources are not only important in huge companies but also in small academic libraries.  
 
Even in academic libraries, employees need to be motivated to work more efficiently and 
more enthusiastically. This can be facilitated by a well-organized human resources 
department in the academic library or even by the head librarian of the academic library, 
who has the role of a leader and is aware of human resource principals.  
 
Academic librarians around the world have reported that the working environment and 
the benefits that are provided by the academic libraries where they are working are their 
basic motives for their work (Dern, 1993). This suggests several questions: What have 
those academic libraries achieved and how far are Greek academic libraries from that? Is 
there space for improvement in Greek academic libraries?  
 
Furthermore, it is generally accepted that new technology and the way we live have 
changed working conditions in every sector and especially in academic libraries. 
Nowadays, we have a huge amount of information circulating through the Internet (Dern, 
1993). This huge amount of information needs to be well organized and delivered to 
library users who are seeking proper information to carry out a project or for their 
personal use. 
 
This has created the need to consider how effective librarians in Greek academic libraries 
are. The success of every academic library, as mentioned before, depends unquestionably 
on the people who work in it (Bopape, 2005). Greek academic libraries have proved to be 
distant from the European standards. This is probably because libraries in Greece lack 
HR management, and their directors often do not have the knowledge to deal with this 
kind of issues even if they try. The study will help future managers of Greek academic 
libraries to improve the working conditions in academic librarians in Greece. 
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Furthermore, it will help them manage their resources more effectively and do the best 
they can with limited funding, as the current economic crisis affects academic libraries as 
well. 
 
The focus of the study is to analyze the librarians‟ perceptions about their working 
conditions and main motivators in their job. The ultimate aim of this research is to 
provide some suggestions for improving their job in order to increase the quality of 
service in the Greek academic libraries. Moreover, the research examines the extent to 
which the organizational climate and skill level of Greek academic libraries are 
conducive to high performance. 
 
In Greece there has been a similar research by ICAP at just one Greek academic library. 
However, the new research will try to discover the general results of Greek academic 
libraries. The bibliography regarding the motives of Greek academic librarians is 
deficient, and this dissertation will come to extend the bibliography and help future 
researchers in their work. The research is primarily based on questionnaires that have 
been answered by the personnel of Greek academic libraries and interviews with them. 
 
Librarianship is facing a gap between the increasing demand for library and information 
science and the decreasing supply of qualified individuals, and this inevitably results in 
an increasing number of unsuccessful recruitment efforts. The research question will 
focus on the extent to which the organizational climate and skill level of Greek academic 
libraries are associated with high performance. 
 
The barrier that the dissertation faced was the difficulty in collecting enough 
questionnaires for the research by the employees in Greek academic libraries, as they 
claimed that they were too busy or that they were not willing to participate in the 
research. 
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The dissertation is divided in the following parts:  
 The literature review presenting why the most important part of previous research is 
presented regarding the motives for the librarians worldwide and the importance of 
an HR department. 
 The second part refers to the methodology and the techniques that were followed in 
order to investigate the potential problem, how the data was collected and the 
statistical analysis that was conducted. 
 Presentation of the data analysis that has been carried out through the questionnaires 
and the interviews which were carried out through the SPSS program. Moreover, the 
discussion regarding the results of the survey with possible solutions for the 
amelioration of the problem is also presented in this part. 
 The final part includes the conclusion and the recommendations for further research. 
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LITERATURE REVIEW 
INTRODUCTION 
Rapid changes in Greek the library science scene during the last decade and the need for 
librarians to work in a more complex and demanding environment have created the need 
for more experienced librarians who are able to deal with continuous changes over the 
years. Moreover, librarians who were appointed to cover library positions in academic 
libraries were untrained and unqualified (Korobili, Moreli-Cacouris and Tilikidou, 2003). 
 
Furthermore, information technology has become part of all libraries and plays an 
important and dominant role in the dissemination of information. Additionally, users, 
introduced to a wealth of resources have become more demanding (Moreli-Cacouris and 
Tsafou, 2002). Clearly, different techniques, competencies and skills are required for the 
management of these new complex organizations (Korobili, Moreli-Cacouris and 
Tilikidou, 2003). 
 
As academic libraries begin seriously to assess how well they are anticipating, meeting 
the contemporary requirements, and even satisfying students and faculty, the primary 
focus should be on understanding customers‟ needs. Librarians must begin listening to 
and acting according to the needs of the users, staff, work processes and the organization 
for the purpose of learning new directions and partnering with customers (Phipps, 2001). 
Moreover, academic library users do feel that service quality is vital to their abilities to 
obtain academic degrees or external funding and is critical in facilitating the 
dissemination knowledge (Cook and Thomson, 2001).  
 
At present there is a need for more qualified librarians who are able to use technology 
efficiently and at the same time understand the needs of the users in the library where 
they work (Korobili, Moreli-Cacouris and Tilikidou, 2003). That is why performance in 
Greek academic libraries is of outmost importance. 
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Performance can be affected by the skill level of the employees and the organizational 
climate which influences the motivation of the employees. Performance is defined by the 
contribution of the library to the university and influenced by technological development.  
 
Before moving on further in analyzing the literature review which covers the opinions on 
the field over the last 15 years, it would be useful to note how Greek academic libraries 
work and provide some definitions regarding the subject to be analyzed. 
 
A Greek academic library is a library that fulfills the needs of an educational institution, 
such as a university or a college. Academic libraries are usually located in the same place 
as the university or the institution that they are serving, and its main goal is to provide 
useful material to the users. Usually the material of an academic library is developed 
according to needs of the curriculum of the university to which it belongs. Greek 
academic libraries of the public institutions are funded by the government through the 
university with which they are associated. In contrast, private academic libraries are 
funded by their institution and by donations and grants. 
 
The majority of universities in Greece are public institutions, which means that the 
students do not have to pay for their studies or for their books, and they do not pay for 
library use as well. As mentioned above, because Greek academic libraries belong to the 
government and they are run by the institution they belong to there is not a human 
resource department in academic libraries and all the HR duties fall upon the library‟s 
director.  
 
In library and information service organizations, the managers have received little or no 
training at all in human resource management, and most of them lack of managerial skills 
(Bopape, 2004). It is of outmost importance for a library manager to be able to identify 
the training and development needs in the academic library where they work. People who 
work in academic libraries are the most important assets for the success of the 
organization. In order to be an effective manager nowadays, a great deal of continuous 
training and development is required. The utilization of information resources can be 
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achieved through sharing not just of information but of expertise as well, joint 
workshops, shared cataloguing and joint purchasing of full text databases. Those key 
strategies mentioned above have created numerous changes in the management and 
development of human resources in libraries and, furthermore, in information services 
organizations (Bopape, 2004). 
 
For example, the employee empowerment and employment equity has resulted in 
management of diversity in the majority of the organizations. Restructuring and 
development as well have made the human resource management more challenging and 
more complex than it was in the past. The revolution of knowledge and communication 
technologies that are taking place in the world has resulted in new development and 
training needs for all academic librarians (Bopape, 2004).   
 
All these challenges mentioned above that are taking place nowadays involve different 
kinds of competencies and skills at different levels of management in the academic 
library, and that requires new ways of thinking, of communicating, and developing and 
motivating staff in academic libraries. Academic libraries are willing to provide 
information services not only to their users but to people who occupy any kind of 
position in the university that the library serves as well. Those people are obliged to 
motivate, persuade and manage conflicts; at the same time, they also have to solve 
problems and to build teams within the library and information services.  
 
On top of all these obligations library managers must also be able to train, coach and 
develop the library staff in order to achieve the best use of human resources (Bopape, 
2004). Unfortunately, the majority of academic libraries in Greece and abroad do not 
have human resource managers to supervise the part of management. Librarians usually 
lack human resources management skills because they have usually been selected for 
their knowledge or their experience in the field of librarianship. Another reason is that 
librarianship studies does not prepare the students to perform any complex managerial 
tasks, and those that have had some managerial courses often took them years earlier. In 
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addition, in most universities, the human resource department is responsible for the entire 
university (Bopape, 2004). 
 
From everything mentioned previously, it is evident that library directors who have been 
assigned with human resource duties because usually human resources departments do 
not exist in libraries (most of the times because libraries occupy a small number of 
employees) need to continuously update their skills in order to communicate with the 
library staff and to motivate them.  
 
Regarding the Greek reality, researchers have stressed how important it is for young 
librarians to gain proper education and the appropriate knowledge and skills for working 
in libraries. There is a need to develop new educational programs to think more open-
mindedly, independently and effectively in order to fulfill the requirements for the job 
(Korobili, Moreli-Cakouris and Tilikidou, 2003). Furthermore, a research made by the 
Association of Academic Health Sciences Libraries shown that  most librarians do care 
about their personal development in order to be more efficient in their job. 
 
Placement officers are encouraged to work more closely with the human resources officer 
in academic libraries in order to facilitate placement. Meaningful salary and position 
analysis surveys should be considered by professional associations, if they want to 
incorporate updated models that reflect the job content, the employees‟ qualifications, the 
working environment and many other factors. The current environment is demanding 
librarians who are able to deal with databases and information networks. The problem is 
that a low salary makes the progression less attractive. What individuals consider as the 
main motivators when they are in an academic library position are: 
 Salary and benefits, which is based on the regulations of the organizational structure, 
and the employee cannot do much to change. 
 Promotion opportunities, which is an external factor of motivation, and again 
depends on the regulations of the organizational structure but can be influenced at 
the same time by the library director is more uncertain about a future situation of an 
employee. 
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 Position responsibilities, this refers to the personal motivating capacity of an 
employee to his own job. 
 Opportunities for growth and development, which has to do with the self-identity of 
each librarian and refers to things that an employee does for himself. 
 Relationships with peers and director 
 Work environment of the library (ALA, 2002) 
 
The last two bullets refer to the organizational climate and can be influenced directly by 
the managerial style of the head librarian according to the LMX theory of leadership, 
which claims that the leader in the organization develops relationships with each group 
member that they lead and that allow the leader (library director in this case) to develop 
this relationship in a unique way (Deluga, 1998).  
 
CONTRIBUTION OF ACADEMIC LIBRARIANS 
It is believed by the Association of College and Research Libraries (ACRL) that the 
academic librarian makes unique contributions to the academic community and generally 
to higher education. These contributions are the development of the collection, the 
bibliographic access that has been provided for all the library materials, and the 
interpretation of those materials for the members of the university community.  
 
Furthermore, librarians contribute to the sum of knowledge through their research into 
their information process and to other areas of study as well. Those things have been 
achieved, because librarians have recognized their professional responsibilities that have 
to deal with the independent judgment in the performance of professional duties. This 
means that they have to be rigorous and regular when reviewing their performance 
(ACRL, 2007). 
 
POLICIES FOR LIBRARIANS 
The Association of College and Research Libraries (ACRL) in the USA has recently 
revised its guidelines for the academic status for college and university librarians. 
According to those guidelines all the academic librarians should deal with any kind of 
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responsibilities that are related to their studies or to the needs of the library they are 
working in. Moreover, supervisors and peers should monitor the performance of the 
academic librarians in order to achieve higher efficiency and effectiveness in their job. 
Additionally, librarians should participate in the development of the institution‟s mission, 
curriculum and governance. Another obligation that academic librarians should have as 
well is to participate also to the development of policies and procedures for the library as 
well as hiring review and continuous appointment with peers.  
 
Furthermore, apart listing the responsibilities that academic librarians have, those 
guidelines also list the obligations that every institution has for their employees who 
work in the library. For example, librarians have the right to remain in the same 
institution after a period of working there if they have met the appropriate conditions and 
standards in their work. Their compensation system and benefits will have to meet those 
of the other academic categories that have the same education, responsibilities or 
experience. Promotion and salaries are ranked based on their professional proficiency and 
the effectiveness of their work. The ACRL also refers to the leaves, the research funds 
and the academic freedom that librarians have. It is mentioned that the above are 
regarded as administrative support in order to promote their active participation in every 
sector (ACRL paper, 2010). 
 
All the above policies come in accordance with the American‟s Library Association 
statements regarding what every librarian should consider. Librarians, however, not only 
have benefits from the organization that they are working for, but they also have 
obligations regarding their skills as well. 
 
SKILLS OF AN ACADEMIC LIBRARIAN 
The health of our societies is related with information literacy. Librarians ought to 
collaborate with professors and explore the idea of information literacy for the 
improvement of our society (Combus, 2008). The librarian‟s work is of outmost 
importance in every sector and especially in public health education.  
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The librarian may contribute in competences such as:  
1. Informatics (which is collaboration with faculty in order to ensure inclusion of 
informatics competences). 
2. Communication (through emphasizing the value of researching traditional and digital 
media for informative communication). 
3. Cultural competence (by providing cultural-specific content to curriculum 
committees). 
4. Ethics (instruct classes that discuss the ethical uses of information including 
plagiarism. (ALA, 2002). 
 
Furthermore, the American Library Association (ALA) claims that librarians and 
especially academic librarians are faced with the need to develop a more focused set of 
skills in order to be able to teach effectively in library instruction programs. Moreover, 
the ALA argues that academic librarians should be capable of different kind of skills such 
as: 
1. Administrative skills that will enable the librarian to instruction activities and goals 
for ensuring alignment with desired learning outcomes. A librarian has to work well 
in a team environment and provide knowledge, skills and time to improve library 
services. 
2. Skills for assessment and evaluation, to enable him/her to design effective 
assessments of student learning and uses the collected data for guiding personal 
teaching and professional development. 
3. Communication skills, for requesting feedback from peers in order to use it for self 
improvement. 
4. Curriculum knowledge, for identifying courses and appropriate programs for 
instruction. 
5. Instructional design skills, which will help the librarian to communicate more 
efficiently with the classroom faculty by defining their expectations. Furthermore, to 
integrate appropriate technology for supporting experiential and collaborative 
learning. 
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6. Leadership skills, which will encourage librarians and classroom faculty as well to 
participate in discussions, ask questions and share ideas regarding instructions. 
7. Planning skills, where librarians will be able to plan presentation content and deliver 
it in advance. 
8. Presentation skills, librarians will have to make the best possible use of voice, eye 
contact and gestures to keep class lively and students engaged. They have as well to 
be able to use classroom instructional technologies. 
9. Teaching skills, as a librarian will be able to create a leaner-centered teaching 
environment by using different learning activities. (ALA, 2002) 
 
Clearly, libraries can work to inform teaching faculty of the need for change, especially 
in the area of Information Literature. Librarians and teaching faculty can design building 
partnerships by collaborating in the design of Information Literature courses. Research 
shows that the library‟s presence and librarian‟s role is important and enhanced by 
building collaborative teaching efforts. 
 
The change of job requirements in Greece from 1973 to 1998 forced librarians to obtain 
different job skills than they had in the past. A way to find the individual‟s need in order 
to engage with a job is through recruitment advertising. Academic library jobs which 
included knowledge of computer technologies has become part of the reference work, 
and behavioral skills, most commonly oral and written communication skills, has 
emerged as job requirements. Further research by Beile and Adams (2006) has shown 
that a large percentage of technical and public services positions required computer skills, 
as well as foreign language skills.  
 
Researchers have generally found that there is an increase in the requirement for 
computer and information technology skills. However, information technology skills are 
as important as behavioral characteristics and interpersonal skills for achieving 
professional competencies. For academic libraries, interpersonal skills, behavioral 
characteristics and technical services are of outmost importance (Kennan et al., 2007). 
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TRAINING 
Until recently, librarians were not trained in computer technology, in the special part of 
building it and not just how to use it. That was why most librarians did not have the 
technical knowledge necessary for creating an automatic classification system of a link 
analysis system. There is a great emphasis on training librarians how to use existing 
systems in the library (Ainsbury and Futornick, 2000). Moreover, staff members in 
different positions are likely to have different information processing requirements, and 
thus they need different skills (Xu, 1996). 
 
Research has shown that training should be seen as providing skills, a base from which 
development can take place. Talking about training that is focusing on technical skills 
that are being required by employees in order to perform a specific task effectively, the 
information technology and generally information services require all the librarians to 
update their work knowledge and their skills regularly (Bopape, 2004). Connie K. Haley 
(2007, pp.45) argues that: “workplace training has played an important role in the 
acquisition of knowledge and skills required to keep up with the information explosion”. 
 
This point of view agrees with the statement by Richard A. Swanson (2008) who claims 
that human resource development comes in accordance with personnel training 
development and of course organization development in order to be able to improve 
processes and the performance of individuals, organizations, communities and society 
overall. Moreover, the personnel‟s training is considered one of the largest components of 
human resource development. That is because it motivates librarians to acquire more 
skills and enter into a process of continuous learning (Haley, 2008). Researchers support 
the view that training for the staff is of outmost importance, so they recently introduced 
online workplace training.  
 
Development, on the other hand, focuses on the necessary experience and skills. 
Management development has to deal with the preparation of library managers either for 
possible changes in the future or for higher level jobs. The operation environment of the 
libraries is changing and at the same time the role of the librarian is changing as well 
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because of the more skills required from them. Library managers have to develop 
managerial skills in order to be able to manage their staff effectively (Bopape, 2004). 
 
Training is regarded as an investment to human capital with valuable returns. Thus, 
library workplace training is one of the best places in order to invest in human capital and 
increase the competence for library employees. Haley is probably supporting training as a 
must in the HRD, because training is the process through which skills are developed, the 
information is being provided and the attributes are nurtured (Davis and Davis, 1998).  
 
For libraries to be able to increase training participation and efficacy, first of all, they 
need to determine employees‟ preferences regarding training, because in that way 
training may be more effective. However, the most important factor in order to achieve 
training is to have administrative support that will be able to support training and, 
furthermore, encourage staff at all levels to attend training. Another important issue is to 
provide workshops for librarians and civil service workers as well that give them time for 
training. Moreover, the library administrators should understand the importance of 
training and develop polices of training with a commitment to staff development. Finally, 
training funds should not be cut when the budget is tight (Haley, 2008). 
 
In order to deliver knowledge, librarians need to be trained continuously. The reason for 
doing so is to be able to teach the library users the most efficient ways of conducting 
research and information delivery. In addition, to be more efficient, teaching is regarded 
as an activity in which most libraries and librarians are actively engaged. However, 
training usually focuses on information skills. The people who are responsible for 
training will be responsible for showing users and professionals the best of conducting 
research using information skills (Brettle, 2008). 
 
A systematic review which focuses on academic libraries suggested that there is limited 
evidence that training improves skills, but insufficient evidence on the type of training. 
On the other hand, some teaching is supposed to be better than no teaching. Academic 
libraries are responsible for teaching professionals before they become qualified in their 
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profession, by providing continuing professional development to qualified people and 
delivering training to staff through agreements to provide library service to the staff 
(Brettle, 2008). 
 
Academic librarians try to investigate their own professional development (Matthews, 
2002). Those librarians usually attend conferences and seminars in order to enhance 
competencies on their job. Academic librarians should regard knowledge as a future 
component for job competency. Any librarian who is consciously building his / her career 
should develop a strategic plan for their professional development (Matthews, 2002). 
 
ORGANIZATIONAL CLIMATE 
Management in most organizations is connected with factors and issues, such as, the 
overall organizational culture of the company and more specifically with the climate 
within the organization. Thus, the organizational culture is impacted by internal and 
external factors.  
 
Culture plays a significant role in the application of most social sciences, including 
economics and management. Climate has to deal with situations and environments as 
they link to behaviors of organizational members. This indicates that climate is more 
short-term and subject to direct manipulation by people. Climate research focuses on how 
members of a group perceive their environment, and asks what they expect from it 
(James et al., 2008). Thus, climate represents a more tangible aspect of culture, 
irrespective of their possible links to core values and the history of the group itself. On 
the other hand, culture approaches from a deeper context (in which a situation may be 
embedded). Even if culture can be influenced in the long run, it cannot be managed 
within tight time horizons and objective frameworks. Some elements that compose the 
organizational climate, performance appraisal and merit-based pay are discussed below 
(Denison, 1996). 
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Performance Appraisal  
It is unanimously agreed that a successful manager monitors the situation on a daily basis 
to ensure that the work is getting done. Moreover, there are many books referring to staff 
performance appraisals within libraries. One of those is the performance appraisals which 
have provoked a lot of discussion and research. A good appraisal system is mentioned as 
one that is an ongoing process that requires a supervisor to evaluate fairly the tasks that 
employees perform and at the same time how well the employee completes that task.  
 
Cedrblom and Permel (2002) claim that “a performance management system would 
include performance appraisal as well as other components, such as, strategic plans, 
manager accountability, pay, promotion, training, development and discipline. And the 
system would coordinate these components effectively to improve organizational 
performance” (pp.11). Since many libraries are moving towards the performance 
management model, there is a great chance of meeting the needs of informing more 
effectively and efficiently the librarians to meet the expectations of the academic library 
where they work, to increase the accountability in the workplace and to ensure that their 
performance will meet the institution‟s objectives.  
 
Human resources, where it exists, or the manager of the library view performance 
appraisals as an effective personnel management tool that will help supervisors monitor 
employee‟s performance and at the same time identify training needs. This may not be 
easily achieved by an academic library (Carbannaeu, 2005). 
 
Merit- based pay 
Another important issue that also improves the librarian‟s work efficiency is the salary 
and the fringe benefits that should be comparable with the range of those paid to faculty 
of equivalent rank. Furthermore, salaries should be adjusted in an equitable manner to 
contract period and every librarian should have written contracts or agreements consistent 
with the institutional policy (ACRL, 2007). 
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The staff unquestionably should play an active role in the development of performance 
standards. On the other hand, the library administrator has to take under consideration not 
only appraisals but merit incentive programs as well, in order to motivate the staff and 
increase their productivity at the same time as well. Thus, the performance appraisal 
system is operational, when it is connected with merit incentive programs. Academic 
librarians in the USA and in the UK that successfully exceed to the organizations 
standards expect to receive merit pay. 
 
James M. Matarazzo, in contrast to what Mintzberg said, claims that a high salary is one 
of the basic reasons that somebody would invest time and money in order to complete a 
baccalaureate degree, and then a master‟s, or even a PhD degree to become a full-fledged 
professional. He also contends that salary and the market conditions were really 
important for someone who was considering entering any profession. 
 
The considerations mentioned above are what librarians around the world are facing, and 
apart from their benefits their obligations are listed as well. There are many factors that 
an HR department or the director of each library should take under consideration in order 
to have a developed staff that will give its best for the improvement in their sector. 
 
To sum up, nowadays libraries need more experienced librarians, who will not be just 
“servants” in a library but who will be able to guide and inform the users properly. The 
more demanding environment requires librarians who can use technology efficiently and 
the skills that they have acquired at a high level. Those stated above are not just 
important for the better functioning of the library but also for the improvement of 
performance which is defined by the channel of gathering and delivering information 
successfully.  
 
Moreover, libraries need effective directors who have the proper managerial skills 
acquired through their continuous training and development. Those directors will be able 
to manage all the factors that concern the librarians, such as, the working environment 
where they work (climate with colleges and with the director), the opportunities for 
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growth and development (training of the employees through workshops or even seminars 
which will provide the librarians with more skills), promotional opportunities and finally 
the salary and benefits for those that deserve it.  
 
Thus, the director-employee relationship can develop something positive and unique for 
the library, they will trust one another and both work for the development and 
improvement of the library. To summarize the librarian‟s skills, librarians need to have 
skills, such as, administrative and communicative skills, knowledge regarding the 
curriculum, instructional, leadership, presentation, and teaching skills. Those skills can be 
developed from time to time through the years of employment in the library. 
 
Finally, the development of a proper organizational climate plays a major role in the 
balance in every library. The library directors, however, first have to consider monitoring 
and evaluating their employees and then consider about issues, such as, rewards and 
bonuses. This is because employees have to understand that, in order to be rewarded and 
receive any kind of bonuses, they first have to be efficient and effective in their work.  
 
In order for the research analysis to be of successful use, it has to be presented through a 
suitable research model. The Hay Group Model is the most appropriate for this situation 
(Hay Group Inc, 2001). 
 
The Hay Group model views organizational climate as a vital issue which influences 
organizational performance through: 
1. Looking at it as the working climate for the employees by influencing their will to 
perform to the best of their ability.  
2. Getting a view of the climate: with the use of the model‟s dimensions, a manager can 
address matters that potentially influence employee performance. Those dimensions 
are:  
a. Clarity, the feeling of working in an organization that has clear expectations of its 
employees on how to perform each task or project, and no existing confusion 
concerning authority. 
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b. Responsibility, which shows the degree of authorization that employees have, to 
make decisions on their own, without the need of constant checking with their 
supervisor [library director]. 
c. Flexibility, which describes how the employees feel regarding the acceptance of 
new ideas by the organization versus their need to conform to the organization‟s 
rules while doing their job. 
d. Rewards, the level to which employees feel that their work is recognized and 
eventually rewarded and not being criticized for mistakes and poor performance. 
e. Teamwork, the sense of belonging to a group, and that management gives room for 
cooperation in order to get work done. This also pertains to the employees‟ 
willingness to put forward additional effort when required to.    
f. Relationship with supervisor [library director], which represents the quality of 
relationship between the library director and the librarian, as a good quality in that 
relationship can prove fruitful for the overall good of the organization 
 
The final part of Hay Group Model was adjusted by the author for the better 
implementation of the research. 
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METHODOLOGY 
As mentioned above, the research is based on the Hay Group model which examines the 
clarity of what the work that the employee has to do (know how to complete the task and 
why), the responsibility / authority (have the authority and the power to complete the task 
effectively), the flexibility (how flexible the employee is in completing a task in terms of 
working time and of dealing with different job tasks), the rewards (for employees that 
deserve to be rewarded for their work), the teamwork and how efficient the employees 
are by working in teams and finally the relationship with the manager (director of the 
library in this occasion). 
 
The Hay Group Model is applied as the basic tool to the survey of the questionnaires 
(Appendix A), with 12 multiple choice questions rated on a 1-5 Likert scale. Each of the 
questions is attributed to a specific dimension. The questions are grouped as: 
A) Clarity (No. Questions: I 7.1, VIII 2)  
B) Responsibility (V 1, V 4) 
C) Flexibility (I 7.2, VI 2) 
D) Rewards (VII 2,VII 3)  
E) Teamwork (II 1, IV 1) 
F) Relationship with the manager (IV 2, VI 4) 
 
The study took place in northern Greece (Thessaloniki, Xanthi, Komotini, and 
Alexandroupoli), because the author was located in Thessaloniki, and it was easier to 
distribute the questionnaires in central and northern Greece. Some of the questionnaires 
are completed from an academic library in Cyprus. Most of the questionnaires were 
distributed to the employees, and the rest were sent by email to the directors of the 
libraries in order to distribute it to their employees. Questionnaires were both written in 
English and in Greek, as the author wanted to avoid issues of confusion for the 
employees that were not familiar with the English language. The questionnaire was 
examining the needs for training and development as well as the employees‟ satisfaction 
from their current work. The research survey covered a 15-day period from August 25 to 
September 8, 2010. 
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SAMPLE 
The questionnaire completion was anonymous and confidential. Names and personally 
identifiable information were not tracked. Half of the participants filled the survey online 
and half of them completed printed questionnaires. All the participants were working in 
academic libraries in the areas where the survey took place and any employee was 
welcome to participate on the research. Directors and department heads were also 
welcome to participate.  
 
The age of the participants and their working experience were not a barrier. However, the 
basic barrier was that there were some employees that refused to complete the 
questionnaires, because they were afraid of the privacy of the data that they were about to 
provide. 
 
The research was limited to eight academic libraries (from the Aristotle University, 
University of Macedonia, International Hellenic University, American College of 
Thessaloniki, Dimokritio Panepistimio Thrakis [Xanthi, Komotini, Alexandroupoli] and 
Technological University of Cyprus) in central and north Greece and in Cyprus.  
 
RESEARCH INSTRUMENTS 
The data was collected using two instruments: questionnaires and an interview that was 
conducted by the head librarian of an academic library. Data collected for this study from 
the questionnaires included categorical data (i.e., gender) and numerical data (i.e., age, 
years of employment). Most of the data was collected on a Likert scale, such as, the 
preference for what makes your library successful or what is it that makes your job more 
attractive. Likert-type scales provide more variation of responses and lend themselves to 
stronger statistical analysis (Creswell, 2005). 
 
The selection of a well-tested instrument that reports reliable and valid data is important. 
The measurement of attitudes, however, was the most challenging form of psychometric 
measurement (Thorkildsen, 2005). A content analysis was made for the interview and the 
one open question from the questionnaire. The survey consisted of two main parts: the 
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demographic variables and the Likert-scale assessment of employees‟ attitudes (see 
Appendix for the structure of the questionnaire). 
 
To capture demographic data, participants were asked to indicate their age, years of 
employment in a library position and educational level. The Likert-scale items are 
designed using a forced-choice Likert-scale (Smith, 2006), that is, an odd number of 
response options (1=Strongly Disagree; 2=Disagree, 3=Neither Agree nor Disagree, 4= 
Agree, 5=Strongly Agree). A scoring decision is applied as well in order to have a 
meaningful interpretation of scores. In order to ensure reliability and validity of scores, 
the questionnaire was reviewed by some library directors from academic libraries and the 
supervisor of the dissertation to validate if questions were representative of the library 
field. 
 
DATA COLLECTION 
Prior to engaging in the active field collection of data, the author contacted the head 
librarian of each academic library in order to obtain permission for the distribution of the 
questionnaires to the employees in the library. The author collected data via internet 
(email) or by distributing questionnaires to libraries and collecting the completed ones 
after a short period that was defined by the director of each library in order to give them 
time to complete the questionnaires. The data was collected by the 8
th
 of September 2010. 
The total number of participants was 61 (n=61) while the total number of questionnaires 
distributed was 100. Twenty-six participants from the total number of the questionnaires 
that were distributed did not complete the survey. Survey results were saved in hard copy 
and then processed into SPSS for analysis. 
 
Regarding the interview, the author contacted the director of an academic library via 
email and then per the director‟s request the questions for the interview were sent through 
email as well. The following day the questions were answered by the head librarian and 
sent back to the author via email. 
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RESEARCH GOAL 
The goal of applying the described research is to answer the question: “To what extent 
are the organizational climate and skill level of Greek academic libraries associated with 
high performance?” Answering this question will allow us to assess important factors of 
librarians‟ performance such as the perceived level of their job skills and the 
organizational climate in which they operate. In turn, this assessment will provide with 
some basic insights as to how to improve librarians‟ services in Greek academic libraries. 
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ANALYSIS  
DATA ANALYSIS  
For the purpose of a statured analysis the data will be presented and discussed in sections. 
The results will be discussed by using the Hay Group climate model mentioned in the 
literature review section. Before continuing with the analysis it is prudent to mention 
some information about the libraries that have been analyzed. Half of the libraries that 
participated are small libraries that belong to the main university but serve separate 
departments in order to specialize in the subject that they are covering and give a wider 
range and variety of sources to the users within their chosen field. 
 
Library employees and library managers from six libraries around Greece responded to 
the questionnaire, but there were some who did not respond at all. Table 1 indicates the 
number of responses received from each selected academic library, which is 61.  
 
Institution Responses 
Aristotle University 26  (50) 
University of Macedonia 9    (18) 
American College of Thessaloniki 5    (5) 
International Hellenic University 2    (3) 
Dimokritio University  15  (30) 
Technological University of Cyprus 4    (10) 
Total 61 (48.4%) 
 
Table 1 Response rate to questionnaires sent out (N=61) 
 
Demographics 
Out of 61 respondents that were received 51 (83.6%) of the respondents were female and 
10 (14.4%) were males. These results, which are shown in Graph 1, revealed that the 
library and information service profession in the selected academic libraries 
predominately consists of female employees.   
 
 
  
Regarding the age of the respondents the largest number of employees that is shown in 
Table 2 was in the age group of 35-45. That is probably why most of the respondents 
have been in the library and information position for more than 10 years.  
 
 
N Valid 61 
Missing 0 
Mean 36,9508 
Std. Deviation 8,80422 
Minimum 23,00 
Maximum 63,00 
 
     Table 2 Age of respondents (N=61) 
 
The largest group of respondents was those who had a bachelor‟s degree in 
Librarianship and Information Systems 46 out of the sixtyone participants (75.4%).  
There were just five participants who had a master‟s degree (8.1%) and the remaining 10 
(16.3%)  participants had a degree that was relevant to librarianship. We can now turn to 
the parameters of the Hay Group model.   
 
Clarity 
The respondents were asked to indicate if they are knowlegable about the objectives of 
the work that they have to do. The largest single group of the participants  (67.2%) 
reported that they believe that they are knowlegeable of what they have to do at work, 
which is shown in Table 3. 
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Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 9 14,8 14,8 16,4 
NEITHER AGREE NOR 
DISAGREE 
10 16,4 16,4 32,8 
AGREE 23 37,7 37,7 70,5 
STRONGLY AGREE 18 29,5 29,5 100,0 
Total 61 100,0 100,0  
 
 Table 3 Knowledge on what a librarian should do 
 
As we can see, the distribution is near normal from those who agree and strongly agree. 
A significant minority however, is not confident about the degree of clarity of its work 
position; this finding is surprising in a highly engineered work environment like that of 
the libraries.     
 
Furthermore, for purposes of comparing how knowledgeable the employees are and how 
clear it is made to them by their supervisor what they have to do, the survey asked about 
the clarity of what is expected from the employees and an overwhelming number of 42 
respondents (68.9%) agreed and strongly agreed that they do understand most of the time 
what is expected from them by their supervisors, Table 4.  
 
 Frequency Percent Valid Percent Cumulative Percent 
 STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 7 11,5 11,5 13,1 
NEITHER AGREE NOR DISAGREE 11 18,0 18,0 31,1 
AGREE 22 36,1 36,1 67,2 
STRONGLY AGREE 20 32,8 32,8 100,0 
Total 61 100,0 100,0  
 
Table 4 I am always clear as to what is expected from me at work 
 
 
  
Given the large number of respondents, in order to examine if there is a correlation 
between general clarity and degree of supervisor instructions‟ clarity, we used the 
parametric Pearson correlation test. The results did not show a statistically significant 
correlation. This can be interpreted as indicating that any clarity regarding the job 
position stems from the rules and regulations of the library and not from the behavior of 
managers.  
  
Responsibility / Authority  
In this section the research tried to find out how involved the librarians are in what they 
are doing and if they have the opportunity to make a difference in their workplace. For 
the first case, 54 of employees (88.5%) are involved in a diverse number of tasks.  
 
 
Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 NEITHER AGREE NOR 
DISAGREE 
7 11,5 11,5 11,5 
AGREE 31 50,8 50,8 62,3 
STRONGLY AGREE 23 37,7 37,7 100,0 
Total 61 100,0 100,0  
 
Table 5 Involved in a diverse number of tasks        
  
 
In addition, most of the employees 20 (49.2%) claimed that the organization for which 
they are working provides them with the opportunity to make a difference in their 
workplace, Table 6. 
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Frequency Percent Valid Percent 
Cumulative 
Percent 
 DISAGREE 2 3,3 3,3 3,3 
NEITHER AGREE NOR DISAGREE 9 14,8 14,8 18,0 
AGREE 30 49,2 49,2 67,2 
STRONGLY AGREE 20 32,8 32,8 100,0 
Total 61 100,0 100,0  
 
Table 6  The employment at the organization provides me with the opportunity to make a 
difference to my workplace  
 
Everything that was mentioned above can make a job appear really interesting and 
challenging for someone. Most of the Greek librarians in the academic libraries consider 
their job to be very interesting, and that encourages them to work efficiently and 
effectively in the work that they are doing. 
 
Flexibility 
Flexibility in work is of outmost importance, as this provides the employees with the 
opportunity to do their job in a various number of ways. Flexibility can also be seen in 
the working schedule. As far as flexibility in the working schedule is concerned, 47 
librarians (77.1%) agreed and strongly agreed that it is really important for them; this is 
indicated in Table 7. 
 
 
Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 3 4,9 4,9 6,6 
NEITHER AGREE NOR 
DISAGREE 
10 16,4 16,4 23,0 
AGREE 17 27,9 27,9 50,8 
STROGLY AGREE 30 49,2 49,2 100,0 
Total 61 100,0 100,0  
 
  Table 7 Flexibility in the working schedule 
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Regarding the opportunity that the employees have in how to do their work, 39 (64%) 
librarians agreed and strongly agreed that they are satisfied with the freedom that they 
receive from their supervisor in how to do their work, and that is shown in Table 8. 
 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 3 4,9 4,9 4,9 
DISAGREE 2 3,3 3,3 8,2 
NEITHER AGREE NOR DISAGREE 17 27,9 27,9 36,1 
AGREE 32 52,5 52,5 88,5 
STRONGLY AGREE 7 11,5 11,5 100,0 
Total 61 100,0 100,0  
 
    Table 8 Opportunity for freedom in work 
 
 
 
Rewards 
Rewards, regarding advancement in the job or bonuses are given to the employees who 
are clear as to what they have to do and as long as all the other issues regarding the nature 
of the job are covered. Unfortunately, an impressive majority of 37 participants (60.6%) 
answered that there are not opportunities for advancement in Greek academic libraries.  
 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 21 34,4 34,4 34,4 
DISAGREE 16 26,2 26,2 60,7 
NEITHER AGREE NOR DISAGREE 13 21,3 21,3 82,0 
AGREE 7 11,5 11,5 93,4 
STRONGLY AGREE 4 6,6 6,6 100,0 
Total 61 100,0 100,0  
 
Table 9 Opportunities for advancement 
 
Another imortant factor that plays a significant role in the motivation and job fulfillment 
is bonuses or merit pay, which the majority of the employees 40 (65.5%) agreed and 
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strongly agreed that this can imporove their overall performance; see Table 10. However, 
this is far from the norm in the Greek academic libraries (Korobili, Moreli-Cacouris and 
Tilikidou, 2003). 
 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 7 11,5 11,5 11,5 
DISAGREE 5 8,2 8,2 19,7 
NEITHER AGREE NOR DISAGREE 9 14,8 14,8 34,4 
AGREE 19 31,1 31,1 65,6 
STRONGLY AGREE 21 34,4 34,4 100,0 
Total 61 100,0 100,0  
Table 10 Bonuses / Merit pay increases my performance 
 
Taken all together, the above findings indicate that Greek librarians tend to be under-
motivated by the lack of promotion opportunities and a performance-based reward 
system.  
 
Teamwork 
In terms of social interaction, teamwork is beneficial for every organization and for the 
employees as well. The feeling of teamwork boosts the employees‟ self-esteem as they 
feel comfortable undertaking a challenging task where they can have the help of their co-
workers. The satisfaction that librarians receive from their co-workers is large, as 45 
(73.8%) participants responded that they were very satisfied by the supportive attitude 
that they receive from their co-workers. 
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Frequency Percent Valid Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 4 6,6 6,6 8,2 
NEITHER AGREE NOR DISAGREE 11 18,0 18,0 26,2 
AGREE 22 36,1 36,1 62,3 
STRONGLY AGREE 23 37,7 37,7 100,0 
Total 61 100,0 100,0  
 
Table 11 Supportive attitude from co-workers 
 
This is also confirmed by the response of the participants regarding their job performance 
while working with teams. The majority of the librarians 42 (68.8%) agreed that their 
opportunity to work in teams affects their work positively, as shown in Table 12. 
 
 
Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 2 3,3 3,3 3,3 
DISAGREE 2 3,3 3,3 6,6 
NEITHER AGREE NOR DISAGREE 15 24,6 24,6 31,1 
AGREE 29 47,5 47,5 78,7 
STRONGLY AGREE 13 21,3 21,3 100,0 
Total 61 100,0 100,0  
 
Table 12 Teamwork affects positively my work 
 
Manager (Library Director) – Employee (Librarian) Relationship 
The participants were asked to rate the workplace feedback in terms of their supervisor‟s 
feedback on their overall performance and on individual tasks. From Table 13, clearly 
employees are seeking supervisor‟s feedback on what they had done with the assigned 
projects in order to detect their faults (if any) and improve themselves. Unfortunately, just 
26 (42.6%) of the participants claim that they regularly (often and always) receive feedback 
and 20 (32, 8%) of them admitted that they sometimes receive feedback.  
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Frequency Percent Valid Percent 
Cumulative 
Percent 
 NEVER 8 13,1 13,1 13,1 
RARELY 7 11,5 11,5 24,6 
SOME TIMES 20 32,8 32,8 57,4 
OFTHEN 19 31,1 31,1 88,5 
ALWAYS 7 11,5 11,5 100,0 
Total 61 100,0 100,0  
 
Table 13 Feedback from the supervisor 
 
Librarians were also asked if continuous monitoring is important in order to manage their 
work. The majority 19 (31, 1%) neither agreed nor disagreed with that statement. The lack 
of a proper human resource department and in most cases the lack of directors with 
managerial skills make the employees averse to this particular statement. However, there are 
some 17 (27.9%) who agree and strongly agree that without continuous monitoring they 
could not achieve their work properly. This might be the case for employees when they need 
to be assisted in order to finish a task or for those who do not have a degree in librarianship 
and need monitoring for improvement in their job. 
 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
 STRONGLY DISAGREE 12 19,7 19,7 19,7 
DISAGREE 13 21,3 21,3 41,0 
NEITHER AGREE NOR DISAGREE 19 31,1 31,1 72,1 
AGREE 13 21,3 21,3 93,4 
STRONGLY AGREE 4 6,6 6,6 100,0 
Total 61 100,0 100,0  
 
Table 14 Continuous monitoring is important for achieving my work 
 
 
Putting all of the above findings together, we can say that on the whole Greek librarians are 
reasonably clear of their responsibilities, they are not authorized to the degree that would be 
desirable in order to fulfill their tasks, and they do not have the benefit of a strong leadership 
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from their supervisors. On the other hand, they are satisfied with the collaborative climate of 
their work, and they value such collaboration. These positive horizontal relations compare 
positively with the limited impact of vertical guidance, as we have noted earlier. In this 
sense, it would be reasonable to interpret the finding as follows: Greek librarians tend to 
turn to teamwork and peer collaboration, making use of the flexibility afforded to them by 
the system to make up for the lack of leadership they encounter. Any such collaboration is 
defensive in character, since, as we have seen, they are under-motivated to achieve high 
performance standards, and they are opposed to a stricter performance monitoring system 
that would reduce their flexibility and enforce higher standards.  
 
 
DISCUSSION 
Librarianship as a science is clearly one that has been developed the last 30 years as the 
demographics show that there are not many employees older than 50. Librarianship and 
information systems is a science that has been developed in Greece over the last 30 years 
(since 1980s). This is probably because in the 1980s the Greek government provided large 
funds for the Greek universities for the development of libraries. 
 
As the profession has been developed the last 30 years in Greece, most of the librarians have 
just the basic education and skills. The fact that just 75.4% have a bachelor in librarianship 
and information systems proves the statements that were mentioned by Korobili et al. (2003) 
in the literature review: “there is a need for more experienced librarians” and “librarians 
who were appointed to cover library positions were untrained and unqualified” (pp.34). 
 
This situation has to change. The institutions that provide degrees in librarianship and 
information systems can simply modify their curriculum according to the needs of the new 
and demanding technological environment. Moreover, for the employees that already are 
working in the academic libraries, the government can provide extra seminars or extra 
training on the job for advancing their level of education to be compatible with the needs of 
the institution. 
 
  
International Hellenic University / MSc In Management 
Maria – Anastasia Gkoutsidou 
40 
Apart from the education that the potential librarian can acquire, it is of utmost importance 
to have a clear view from the supervisor of what you have to do in your job and at the same 
time to know how to do it. In the case that the librarian receives the proper knowledge from 
an institution and enriches existing knowledge by attending seminars or workshops, then it 
is unquestionable that the librarian will be knowledgeable regarding how to do his/her work.  
 
However, to know how to do something is not the only thing in order to achieve the goal as 
an organization, because good management has to exist at the same time as well. Library 
directors should properly organize all the tasks and projects that have to be carried out in 
order to give clear directions and guidance to the librarians. This will help each library to 
achieve their objectives and meet deadlines successfully. 
 
Of course, clarity regarding what you are expected to do on the job is not enough. Apart 
from that, the librarian has to be competent, responsible and of course have the authority to 
complete the task. Most of the employees claimed that they are involved in a diverse 
number of tasks not only because they have the authority but also because most of the Greek 
academic libraries are small and at the same time they lack personnel. This obliges the 
librarians to be able to deal with the different kinds of tasks, which is frequently easy to 
achieve when we are talking about a small library. It should be noted here that this high 
degree of “technical uncertainty” increases the power of the librarians vis-à-vis their 
supervisors, something which according to our findings they seem to cherish and protect by 
resisting stricter monitoring.   
 
The foregoing indicates that the librarians‟ education should also include some managerial 
skills, which will help the employees deal with all the different tasks in the library, while not 
antagonizing them. Moreover, the librarians will become more responsible by organizing 
and fulfilling the entire task on time which will boost his/her self-esteem as well. This is 
also reflected by the librarians‟ ability to make a difference in their workplace. 
 
It was noted earlier that what makes the job appear really interesting and challenging for 
someone is what makes employees more efficient and effective in what they are doing. 
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Thus, they feel free regarding the way they do their job and that also gives them the 
initiative to introduce new ideas for the development and success of the library where they 
are working. In other words, there is a high internal motivating potential in the job itself, 
which, however, is not matched by external reward, motivation systems.  
 
However, flexibility applies not only to the way that the job is done but also to the working 
schedule. Clearly, because most of the employees are women between 35-45 years of age 
and they have family as well, flexibility in their working hours provides them with the 
opportunity to combine their personal life with their career.  
 
As long as the above are fulfilled the next step is the rewards. As human beings, we all have 
the need for reward if we have achieved something successfully, or if we have completed a 
task on time, for example. This reward can either be extra money through a bonus / merit 
pay or it can even be a promotion for a hard worker. However, this is not the case in Greek 
academic libraries as librarians in Greece tend to be hires with short-term contracts which 
does not provide them with the opportunity for growth and advancement, and, furthermore, 
does not give them any opportunity for promotion or even bonuses if they successfully 
complete a task on time. This means that their efforts are directed towards short-term 
compliance with regulations rather than towards the long-term improvement of the 
organisational performance. This is a serious obstacle to sustained improvements in the 
sector, but it lies outside the sphere of power of managers.  
 
To be more accurate in the question, “What are the opportunities that you gain through the 
library in order to advance your career?” most of the respondents did not answer at all, and 
those who did reply said that there are no opportunities at all, and even there are 
opportunities there, they are not given.  
 
Most of the librarians responded that they have no opportunities of advancement, because 
they cannot develop, since they are not permanent employees but have short-term contracts 
with the libraries where they are working. As Greece is facing an economic crisis at the 
moment, there is a tendency toward employing librarians with short-term contracts in order 
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to economize by not giving them full benefits, as is the case with the permanent staff, or by 
being able to fire them easily if the organization has a financial problem.  
 
There were few employees who claimed that they gain a great deal of knowledge of new 
technologies or the academic environment through their employment or that their 
employment is advanced by attending seminars, conferences, tutorials, which are regarded 
as lifelong learning skills, Others, however, see the changing of work and projects through 
time as challenging and as an opportunity for development.  
 
Finally, there was just one employee who mentioned that she could have innovative ideas of 
projects and services that could apply in her job and make it more advance. Thus, Greek 
academic libraries have to consider hiring skillful employees who are willing to work with 
long-term contracts, so that they will be able to reward those who deserve it. 
 
In addition, employees‟ satisfaction regarding the relationship with their co-workers is 
important, and a pleasant working environment has to be created. It is of utmost importance 
that the employees feel comfortable with their co-workers and at the same time have the 
feeling that they can rely on them for help when needed. Teamwork not only improves the 
employees‟ relationship, but it also improves the organization‟s success. 
 
Finally, it has been shown via the previous findings that the relationship between the library 
director and the librarian is of utmost importance. Employees need to have feedback on the 
work that they have submitted either through criticism if there are things to be corrected or 
through rewards. Moreover, continuous monitoring in terms that do not offend the employee 
should exist, since drawbacks will be noticed in advance and that will once again help the  
library function more effectively. Library directors definitely need to supervise their 
employees, to guide them and to reward them when needed. 
 
To sum up, the quantitative findings confirmed by the qualitative interview responses tend 
to prove that, if they want to start improvements, the academic libraries of Greece have to 
start supporting teaching and research relevant to the institution that they are serving. This 
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can be achieved by building collections that may be of interest to the users and making them 
available. Additionally, improvements can also be made to the customer service area, where 
employees will be trained to focus on the needs of the students, the faculty and the 
researchers who use the library. The qualities that any excellent librarians should have in 
order to be hired, apart from his/her education, are curiosity about the job, desire to help and 
initiative in taking responsibilities when needed. Regarding the employees‟ need, the feeling 
of being valuable and having positive feedback from the library director make anyone 
perform better. Moreover, for improving the employees in their job, it is helpful to make 
them think more of a team and not just individually, because if one person is not doing 
his/her best, then every part of the organization can be affected. 
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CONCLUSION  
Greek libraries and specifically the academic ones have started to develop over the last 30 
years. The first people who were working in the libraries did not possess any special degree 
in librarianship, and librarianship science has started to develop slowly since the 1980s. 
Since that time institutions have introduced librarianship departments which are available to 
anyone who wanted to become a librarian. Over time librarianship science has also acquired 
the information systems as well, because the working environment of the librarian became 
more demanding in terms of technology. Most of the information nowadays can be found in 
electronic sources, so there is a need for knowledgeable people working in the libraries who 
are able to deal with those electronic sources and manage their working environment to face 
all these new changes 
 
The potential librarians in Greece have to be trained so that that they will be ready to work 
in this new and challenging environment. Those who have been working for years on the 
other hand can attend seminars or training programs to advance their existent knowledge. 
Improvements cannot be achieved, however, if a knowledgeable library director does not 
exist. Thus, apart from all the new technologies that the librarians need to acquire, they have 
to acquire basic managerial skills at the same time. It is important for employees to be clear 
as to what they have to do and at the same time have the authority and flexibility to do so as 
well. Moreover, a good library director can reward the employees (either orally or with 
bonuses) who had succeeded in meeting the library‟s goals.  
 
At the same time, improvements can also be seen in the working environment through the 
relationships that the employees have with each other. The feeling that an employee can rely 
on to the other for help or for advice improves their performance and the organization‟s 
performance as well. That is why the library director has to make each individual think as a 
team, because, if one does not make an effort to do his/her best, then this will affect the 
whole organization. Finally, manager-employee relationship is also of utmost importance, 
since the better the quality of the relationship the better the results in the employee‟s 
performance. 
 
  
International Hellenic University / MSc In Management 
Maria – Anastasia Gkoutsidou 
45 
In conclusion, there is room for improvements in Greek academic libraries, but that is not 
enough. All the proposals for improvements have to find the correct receiver who will have 
the willingness to change, since making a change demands open-minded employees and 
directors above all.  
 
All the above, training, friendly environment or feedback from the library director, for 
example, can be considered as answers to the research question that was mentioned in the 
beginning as to what extent the organizational climate and skill level of Greek academic 
libraries are associated with high performance. This will come about if all the above are 
fulfilled and the librarians are able to work very efficiently and effectively. 
 
RECOMMENDATIONS FOR FURTHER RESEARCH 
The research made some proposals on how Greek academic libraries can be improved by 
examining the working environment in Greek academic libraries. However, the sample of 
the research was very limited (61 respondents), and therefore the findings are simply 
provisional. A more extensive sample needs to cover survey responses from all the parts of 
the country and especially from Attica where the most of academic libraries operate. 
Furthermore, research could be carried out not only on academic libraries but in all kinds of 
libraries around Greece. That could show the entire library environment in Greece and how 
much librarians are satisfied by it. Moreover, this research has examined just the view of 
librarians, but further research could compare the view of the librarians with how the users 
perceive the service quality in the library that they are using.  
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APPENDICES  
A. Questionnaire for academic library employees 
I. Personal 
1. Gender 
  Male                      Female  
 
2. Age: _________ 
 
3. Marital Status 
    Single                  Married 
4. Education 
   Bachelor in Librarianship                         Master / PhD                 Other 
 
5. Years of employment:__________ 
 
6. Job Title 
 
 
7. What makes your work more attractive (Choose from the following 
statements 1=least attractive  to 5=most attractive) 
7.1 Knowledge of library’s objectives 
 1  2  3  4  5 
7.2 Flexibility of the working schedule 
 1  2  3  4  5 
7.3 Opportunity for professional development 
 1  2  3  4  5 
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7.4 More money than the regular salary 
 1  2  3  4  5 
7.5 Location of my work 
 1  2  3  4  5 
 
8. How much do you enjoy your work? (Circle from 1=I don’t enjoy my 
work  to 5=I love my work) 
 1  2  3  4  5 
 
9. What do you believe makes your library successful? (Choose from 
the following statements 1=unsuccessful  to 5=most successful) 
 9.1 Location of the library 
 1  2  3  4  5 
   9.2 Open hours for the users 
 1  2  3  4  5 
   9.3 Behavior of staff members of the library (Customer Service) 
 1  2  3  4  5 
 9.4 Variety of databases and resources (print resources and 
electronic resources) 
 1  2  3  4  5 
   9.5 Subject that is being covered by your library 
 1  2  3  4  5 
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10. Do you believe that in the near future searching machines will 
replace libraries and librarians? (Circle from 1=I don’t believe that  to 
5=I strongly believe that) 
  1  2  3  4  5 
 
II. Social Interaction  
1. Are you satisfied with the supportive attitude of your co-workers? 
(Circle from 1=not satisfied to 5=very satisfied) 
 1  2  3  4  5 
 
2. Does the interaction with the users affect your job performance 
positively? (Circle from 1=it does not affect me  to 5=it affects me a lot) 
 1  2  3  4  5 
 
III. Job Security 
1. How certain is it that employees may stay at this organization as 
long as they wish? (Circle from 1=not certain  to 5= very certain) 
  1  2  3  4  5 
 
IV. Workplace Feedback 
1. Are you getting the expected help from your co-workers? (Circle 
from 1=little  to 5= very much) 
  1  2  3  4  5 
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2. Does your supervisor offer feedback on your work performance? 
(Circle from 1=rarely  to 5=frequently) 
 1  2  3  4  5 
 
3. How would you rate your work performance? (Circle from 1=bad  
to 5= very good) 
  1  2  3  4  5 
 
V. Work Importance 
1. I am involved in a diverse number of tasks at work. (Circle from 
1=strongly disagree  to 5=strongly agree) 
  1  2  3  4  5 
 
2. There are many things about my work that makes it challenging. 
(My work is challenging 1=strongly disagree  to 5=strongly agree) 
  1  2  3  4  5 
 
3. I am always learning new things at work. (Circle from 1=strongly 
disagree  to 5=strongly agree) 
  1  2  3  4  5 
 
4. Employment at this organization provides me the opportunity to 
make a difference in my workplace. (Circle from 1=strongly disagree  
to 5=strongly agree) 
  1  2  3  4  5 
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VI. Work Participation and Fulfillment 
1. Does the opportunity to work in teams affect your way of 
working? (Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
2. The job gives me the opportunity for freedom in how I do my 
work. (Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
3. Staff meetings and the minutes of staff meetings are important. 
(Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
4. Continuous monitoring on your work is important for better 
achievement at  work.(Circle from 1=strongly disagree to 5=strongly 
agree) 
  1  2  3  4  5 
 
VII. Promotion Opportunities and Compensation 
1. What are the opportunities that you gain through the library in 
order to advance your career? (please answer briefly in the following 
lines) 
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2. There are opportunities for advancement in my job. (Circle from 
1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
3. Do you believe that bonuses / merit pay would improve your 
performance at work? (Circle from 1=strongly disagree to 5=strongly 
agree) 
  1  2  3  4  5 
 
4. Do you believe that a Human Resources department is necessary 
in your library in order to help you improve your performance? 
(Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
5. Is there a Human Resources Department in your library?  
  Yes    No 
 
VIII. Organizational 
1. Planning my job ahead of time is important in order to deliver the 
best results. (Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
2. I am always clear as to what is expected from me at my work. 
(Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
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IX. Working Conditions 
1. How much does new technology challenges you to work harder? 
(Circle from 1=little  to 5= very much) 
  1  2  3  4  5 
 
2. How much do you believe that you grow and advance in a 
librarian’s position (personally)? (Circle from 1=little  to 5= very 
much) 
  1  2  3  4  5 
 
3. How well do you work under pressure? (Circle from 1=poorly to 5= 
very well) 
  1  2  3  4  5 
 
4. The library where I am working is fully equipped in order to 
proceed with my work. (Circle from 1=strongly disagree to 5=strongly 
agree) 
  1  2  3  4  5 
 
5. Activities and events (lectures, exhibits, etc.) outside the library 
working hours would be beneficial for me. (Circle from 1=strongly 
disagree to 5=strongly agree) 
  1  2  3  4  5 
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X. Professional Development 
1. Do you think that training programs or seminars regarding the 
librarianship field will improve your work? (Circle from 1=strongly 
disagree to 5=strongly agree) 
  1  2  3  4  5 
 
2. The organization encourages the participation of employees in 
seminars, workshops and conferences. (Circle from 1=strongly 
disagree to 5=strongly agree) 
  1  2  3  4  5 
 
3. How important is the role of workplace training? (Circle from 
1=little to 5= very important) 
  1  2  3  4  5 
 
XI. Flexibility at Work 
1. How important is it for you, that your working hours fit your 
personal schedule?  (Circle from 1=little to 5= very much) 
  1  2  3  4  5 
 
2. There is flexibility in my working hours. (Circle from 1=strongly 
disagree to 5=strongly agree) 
  1  2  3  4  5 
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XII. Supervision Quality 
1. I am satisfied with my supervisor’s ability to lead me. (Circle from 
1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
2. I am satisfied with the way my supervisor helps me achieve my 
goals. (Circle from 1=strongly disagree to 5=strongly agree) 
  1  2  3  4  5 
 
B. Interview 
Karen M. Bohrer (Head Librarian, Blegen Library / The American School of Classical 
Studies at Athens former Head Librarian of Bissell Academic Library). 
 
Q: How do you perceive the role of Greek Academic libraries? What are the areas of 
improvement? 
A: The academic libraries of Greece should support the teaching, learning and research in 
the disciplines relevant to each institution by building collections and then making 
them accessible to the students and faculty.  Making them accessible includes assisting 
library users in finding and using materials and also preserving the materials. In my 
experience, Greek academic libraries could improve preservation methods (digitizing 
old materials is a step in the right direction but the digital format must be kept viable 
for the future as well) and could improve customer service.  The focus should be on 
the students, faculty and researchers who use libraries and making it easy and pleasant 
for them.  
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Q: If you were the head librarian from a Greek Academic library what would you 
require from a candidate in order to be able to work at your library?   Is any 
special characteristic that a librarian must have? 
A: I believe there are two qualities that every excellent librarian possesses and those are 
curiosity a desire to help.  Anyone I would hire would have these qualities.  Also, I 
would look for someone who is not afraid to take responsibility or show initiative.  An 
educational background or experience in librarianship would be helpful as would a 
liberal arts education (for any type of library). 
  
Q: From your experience what are the main motives for the employees in a library in 
order improve their efficiency? 
A: Any employee needs to feel valued and appreciated so positive feedback helps people 
perform better.  When an employee really needs to improve in some area, it is helpful 
to explain to that person how his/her job fits into the organization as a whole and that 
the organization is really one big team and, if one person is not doing his/her best, then 
every part of the organization is affected.   
  
Q: You as a head librarian how would you persuade someone to work more 
efficiently and become more responsible? (you must have the talent or is a 
technique you can learn?) 
A: I answered the first part in my answer to the previous question, I think.  For the second, 
I think anyone can learn to improve efficiency and productivity.  However, assuming 
responsibility is not something everyone can learn to do, nor is it something everyone 
wants to do.  A good manager is able to recognize this. 
  
Q: Do you think that the percentage of employees that need psychological support is 
increasing year after year? Do you try to support those employees? 
A: No, I do not think it is increasing.  People are less inhibited about showing they need 
such support, I think.  In the past, people were afraid to admit the need.  An employer 
should offer support as much as possible without putting the entire organization at 
risk. 
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C. Tables and graphs from the SPSS analysis 
Frequencies 
 
Statistics 
GENDER 
N Valid 61 
Missing 0 
Mean ,84 
Std. Deviation ,373 
 
GENDER 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 10 16,4 16,4 16,4 
Female 51 83,6 83,6 100,0 
Total 61 100,0 100,0  
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Frequencies 
Statistics 
AGE 
N Valid 61 
Missing 0 
Mean 36,9508 
Std. Deviation 8,80422 
Minimum 23,00 
Maximum 63,00 
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Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 23,00 3 4,9 4,9 4,9 
24,00 4 6,6 6,6 11,5 
25,00 2 3,3 3,3 14,8 
26,00 1 1,6 1,6 16,4 
27,00 1 1,6 1,6 18,0 
28,00 1 1,6 1,6 19,7 
29,00 2 3,3 3,3 23,0 
30,00 2 3,3 3,3 26,2 
33,00 3 4,9 4,9 31,1 
34,00 1 1,6 1,6 32,8 
35,00 2 3,3 3,3 36,1 
36,00 6 9,8 9,8 45,9 
37,00 2 3,3 3,3 49,2 
38,00 5 8,2 8,2 57,4 
39,00 3 4,9 4,9 62,3 
40,00 8 13,1 13,1 75,4 
42,00 1 1,6 1,6 77,0 
43,00 2 3,3 3,3 80,3 
44,00 2 3,3 3,3 83,6 
45,00 3 4,9 4,9 88,5 
46,00 1 1,6 1,6 90,2 
47,00 1 1,6 1,6 91,8 
48,00 2 3,3 3,3 95,1 
58,00 1 1,6 1,6 96,7 
59,00 1 1,6 1,6 98,4 
63,00 1 1,6 1,6 100,0 
Total 61 100,0 100,0  
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Frequencies 
Statistics 
MARITAL STATUS 
N Valid 61 
Missing 0 
Std. Deviation ,48867 
 
 
 
 
MARITAL STATUS 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Single 23 37,7 37,7 37,7 
Married 38 62,3 62,3 100,0 
Total 61 100,0 100,0  
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Frequencies 
 
 
Statistics 
YEARS OF EMPLOYMENT 
N Valid 61 
Missing 0 
Mean 11,4754 
Std. Deviation 7,31575 
Minimum 1,00 
Maximum 35,00 
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YEARS OF EMPLOYMENT 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1,00 5 8,2 8,2 8,2 
2,00 3 4,9 4,9 13,1 
3,00 3 4,9 4,9 18,0 
4,00 1 1,6 1,6 19,7 
5,00 1 1,6 1,6 21,3 
6,00 3 4,9 4,9 26,2 
7,00 1 1,6 1,6 27,9 
8,00 3 4,9 4,9 32,8 
9,00 4 6,6 6,6 39,3 
10,00 4 6,6 6,6 45,9 
11,00 3 4,9 4,9 50,8 
12,00 2 3,3 3,3 54,1 
13,00 7 11,5 11,5 65,6 
14,00 4 6,6 6,6 72,1 
15,00 2 3,3 3,3 75,4 
16,00 3 4,9 4,9 80,3 
17,00 1 1,6 1,6 82,0 
18,00 3 4,9 4,9 86,9 
19,00 2 3,3 3,3 90,2 
20,00 2 3,3 3,3 93,4 
21,00 1 1,6 1,6 95,1 
24,00 1 1,6 1,6 96,7 
35,00 2 3,3 3,3 100,0 
Total 61 100,0 100,0  
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Frequencies 
Statistics 
 
KNOWLEDGE 
OF 
OBJECTIVES 
MAKES MY 
WORK 
ATTRACTIVE 
FLEXIBILITY IN 
MY WORKING 
SCHEDULE 
MAKES MY 
WORK 
ATTRACTIVE 
OPPORTUNITI
ES FOR 
PROFESSIONA
L 
DEVELOPMEN
T MAKES MY 
WORK 
ATTRACTIVE  
MONEY 
MAKES MY 
WORK 
ATTRARACTIV
E 
LOCATION OF 
MY WORK 
MAKES IT 
ATTRACTIVE 
N Valid 61 61 61 61 61 
Missing 0 0 0 0 0 
Mean 3,7869 4,1803 3,8033 3,0492 3,2459 
Std. Deviation 1,08189 ,99177 1,04594 1,21691 1,17836 
Minimum 1,00 1,00 1,00 1,00 1,00 
Maximum 5,00 5,00 5,00 5,00 5,00 
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KNOWLEDGE OF LIBRARY’S OBJECTIVES  MAKES MY WORK ATTRACTIVE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 9 14,8 14,8 16,4 
NEITHER AGREE NOR 
DISAGREE 
10 16,4 16,4 32,8 
AGREE 23 37,7 37,7 70,5 
STROGLY AGREE 18 29,5 29,5 100,0 
Total 61 100,0 100,0  
 
 
FLEXIBILITY IN MY WORKING SCHEDULE MAKES MY WORK ATTRACTIVE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 3 4,9 4,9 6,6 
NEITHER AGREE NOR 
DISAGREE 
10 16,4 16,4 23,0 
AGREE 17 27,9 27,9 50,8 
STROGLY AGREE 30 49,2 49,2 100,0 
Total 61 100,0 100,0  
 
 
OPPORTUNITIES FOR PROFESSIONAL DEVELOPMENT MAKES MY WORK ATTRACTIVE  
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 2 3,3 3,3 3,3 
DISAGREE 7 11,5 11,5 14,8 
NEITHER AGREE NOR 
DISAGREE 
7 11,5 11,5 26,2 
AGREE 30 49,2 49,2 75,4 
STROGLY AGREE 15 24,6 24,6 100,0 
Total 61 100,0 100,0  
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MONEY MAKES MY WORK ATTRARACTIVE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 10 16,4 16,4 16,4 
DISAGREE 7 11,5 11,5 27,9 
NEITHER AGREE NOR 
DISAGREE 
20 32,8 32,8 60,7 
AGREE 18 29,5 29,5 90,2 
STROGLY AGREE 6 9,8 9,8 100,0 
Total 61 100,0 100,0  
 
 
LOCATION OF MY WORK MAKES IT ATTRACTIVE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 4 6,6 6,6 6,6 
DISAGREE 14 23,0 23,0 29,5 
NEITHER AGREE NOR 
DISAGREE 
16 26,2 26,2 55,7 
AGREE 17 27,9 27,9 83,6 
STROGLY AGREE 10 16,4 16,4 100,0 
Total 61 100,0 100,0  
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Histogram 
 
 
 
 
 
Correlations 
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BEHAVIOUR OF STAFF MEMBER WITHING THE LIBRARY MAKES IT SUCCESSFUL 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid NEITHER AGREE NOR 
DISAGREE 
9 14,8 14,8 14,8 
AGREE 26 42,6 42,6 57,4 
STROGLY AGREE 26 42,6 42,6 100,0 
Total 61 100,0 100,0  
 
 
VARIETY OF DATABASES AND RESOURCES MAKES THE LIBRARY SUCCESSFUL 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 1 1,6 1,6 3,3 
NEITHER AGREE NOR 
DISAGREE 
7 11,5 11,5 14,8 
AGREE 28 45,9 45,9 60,7 
STROGLY AGREE 24 39,3 39,3 100,0 
Total 61 100,0 100,0  
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Frequencies 
Statistics 
I AM SATISFIED WITH THE 
SUPPORTIVE ATTITUDE OF MY CO-
WORKERS 
N Valid 61 
Missing 0 
Mean 4,0164 
Std. Deviation ,99149 
Minimum 1,00 
Maximum 5,00 
 
I AM SATISFIED WITH THE SUPPORTIVE ATTITUDE OF MY CO-WORKERS 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 4 6,6 6,6 8,2 
NEITHER AGREE NOR 
DISAGREE 
11 18,0 18,0 26,2 
AGREE 22 36,1 36,1 62,3 
STRONGLY AGREE 23 37,7 37,7 100,0 
Total 61 100,0 100,0  
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Statistics 
EMPLOYEES MAY STAY AT THIS 
ORGANIZATION AS LONG AS THEY 
WISH 
N Valid 61 
Missing 0 
Mean 3,3443 
Std. Deviation 1,19562 
Minimum 1,00 
Maximum 5,00 
 
 
EMPLOYEES MAY STAY AT THIS ORGANIZATION AS LONG AS THEY WISH 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 5 8,2 8,2 8,2 
DISAGREE 9 14,8 14,8 23,0 
NEITHER AGREE NOR 
DISAGREE 
19 31,1 31,1 54,1 
AGREE 16 26,2 26,2 80,3 
STRONGLY AGREE 12 19,7 19,7 100,0 
Total 61 100,0 100,0  
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I AM GETTING THE EXPECTED HELP FROM MY CO-WORKERS 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid DISAGREE 8 13,1 13,1 13,1 
NEITHER AGREE NOR 
DISAGREE 
12 19,7 19,7 32,8 
AGREE 17 27,9 27,9 60,7 
STRONGLY AGREE 24 39,3 39,3 100,0 
Total 61 100,0 100,0  
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Statistics 
MY SUPERVISOR OFFERS 
FEEDBACK ON MY WORK 
PERFORMANCE 
N Valid 61 
Missing 0 
Mean 3,1639 
Std. Deviation 1,18575 
Minimum 1,00 
Maximum 5,00 
 
 
MY SUPERVISOR OFFERS FEEDBACK ON MY WORK PERFORMANCE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid NEVER 8 13,1 13,1 13,1 
RARELY 7 11,5 11,5 24,6 
SOME TIMES 20 32,8 32,8 57,4 
OFTHEN 19 31,1 31,1 88,5 
ALWAYS 7 11,5 11,5 100,0 
Total 61 100,0 100,0  
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Statistics 
MY WORK PERFORMANCE IS 
VERY GOOD 
N Valid 61 
Missing 0 
Mean 4,2295 
Std. Deviation ,64274 
Minimum 2,00 
Maximum 5,00 
 
 
MY WORK PERFORMANCE IS VERY GOOD 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid DISAGREE 1 1,6 1,6 1,6 
NEITHER AGREE NOR 
DISAGREE 
4 6,6 6,6 8,2 
AGREE 36 59,0 59,0 67,2 
STRONGLY AGREE 20 32,8 32,8 100,0 
Total 61 100,0 100,0  
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I AM INVOLVED IN A DIVERSE NUMBER OF TASKS AT WORK 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid NEITHER AGREE NOR 
DISAGREE 
7 11,5 11,5 11,5 
AGREE 31 50,8 50,8 62,3 
STRONGLY AGREE 23 37,7 37,7 100,0 
Total 61 100,0 100,0  
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Statistics 
THE EMPLOYMENT AT THE 
ORGANIZATION PROVIDES ME 
THE OPPORTUNITY TO MAKE A 
DIFFERENT IN MY WORK 
ENVIRONMENT 
N Valid 61 
Missing 0 
Mean 4,1148 
Std. Deviation ,77671 
Minimum 2,00 
Maximum 5,00 
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THE EMPLOYMENT AT THE ORGANIZATION PROVIDES ME THE OPPORTUNITY TO MAKE A 
DIFFERENT IN MY WORK ENVIRONMENT 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid DISAGREE 2 3,3 3,3 3,3 
NEITHER AGREE NOR 
DISAGREE 
9 14,8 14,8 18,0 
AGREE 30 49,2 49,2 67,2 
STRONGLY AGREE 20 32,8 32,8 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
THE OPPORTUNITY TO WORK IN 
TEAMS  AFFECT POSSITIVELY MY 
WORK 
N Valid 61 
Missing 0 
Mean 3,8033 
Std. Deviation ,92772 
Minimum 1,00 
Maximum 5,00 
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THE OPPORTUNITY TO WORK IN TEAMS  AFFECT POSSITIVELY MY WORK 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 2 3,3 3,3 3,3 
DISAGREE 2 3,3 3,3 6,6 
NEITHER AGREE NOR 
DISAGREE 
15 24,6 24,6 31,1 
AGREE 29 47,5 47,5 78,7 
STRONGLY AGREE 13 21,3 21,3 100,0 
Total 61 100,0 100,0  
 
Statistics 
THE JOB GIVES ME THE 
OPPORTUNITY FOR FREEDOM IN 
HOW I DO MY WORK 
N Valid 61 
Missing 0 
Mean 3,6230 
Std. Deviation ,91586 
Minimum 1,00 
Maximum 5,00 
 
THE JOB GIVES ME THE OPPORTUNITY FOR FREEDOM IN HOW I DO MY WORK 
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Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 3 4,9 4,9 4,9 
DISAGREE 2 3,3 3,3 8,2 
NEITHER AGREE NOR 
DISAGREE 
17 27,9 27,9 36,1 
AGREE 32 52,5 52,5 88,5 
STRONGLY AGREE 7 11,5 11,5 100,0 
Total 61 100,0 100,0  
 
 
 
 
Statistics 
CONTINUOUS MONITORING IS 
IMPORTANT FOR ACHIEVING MY 
WORK 
N Valid 61 
Missing 0 
Mean 2,7377 
Std. Deviation 1,19585 
Minimum 1,00 
Maximum 5,00 
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CONTINUOUS MONITORING IS IMPORTANT FOR ACHIEVING MY WORK 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 12 19,7 19,7 19,7 
DISAGREE 13 21,3 21,3 41,0 
NEITHER AGREE NOR 
DISAGREE 
19 31,1 31,1 72,1 
AGREE 13 21,3 21,3 93,4 
STRONGLY AGREE 4 6,6 6,6 100,0 
Total 61 100,0 100,0  
 
Statistics 
THERE ARE OPPORTUNITIES FOR 
ADVANCEMENT IN MY JOB 
N Valid 61 
Missing 0 
Mean 2,2951 
Std. Deviation 1,24290 
Minimum 1,00 
Maximum 5,00 
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THERE ARE OPPORTUNITIES FOR ADVANCEMENT IN MY JOB 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 21 34,4 34,4 34,4 
DISAGREE 16 26,2 26,2 60,7 
NEITHER AGREE NOR 
DISAGREE 
13 21,3 21,3 82,0 
AGREE 7 11,5 11,5 93,4 
STRONGLY AGREE 4 6,6 6,6 100,0 
Total 61 100,0 100,0  
 
Statistics 
BONUSES/MERIT PAY IMPROVES 
MY PERFORMANCE 
N Valid 61 
Missing 0 
Mean 3,6885 
Std. Deviation 1,33593 
Minimum 1,00 
Maximum 5,00 
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BONUSES/MERIT PAY IMPROVES MY PERFORMANCE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 7 11,5 11,5 11,5 
DISAGREE 5 8,2 8,2 19,7 
NEITHER AGREE NOR 
DISAGREE 
9 14,8 14,8 34,4 
AGREE 19 31,1 31,1 65,6 
STRONGLY AGREE 21 34,4 34,4 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
HR DEPARTMENT IS NECESSARY 
IN THE LIBRARY TO IMPORVE MY 
PERFORMANCE 
N Valid 61 
Missing 0 
Mean 4,0656 
Std. Deviation 1,07810 
Minimum 1,00 
Maximum 5,00 
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HR DEPARTMENT IS NECESSARY IN THE LIBRARY TO IMPORVE MY PERFORMANCE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 3 4,9 4,9 4,9 
DISAGREE 2 3,3 3,3 8,2 
NEITHER AGREE NOR 
DISAGREE 
9 14,8 14,8 23,0 
AGREE 21 34,4 34,4 57,4 
STRONGLY AGREE 26 42,6 42,6 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
THERE IS AN HR DEPARTMENT IN 
MY LIBRARY 
N Valid 61 
Missing 0 
Std. Deviation ,47333 
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THERE IS AN HR DEPARTMENT IN MY LIBRARY 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid YES 20 32,8 32,8 32,8 
NO 41 67,2 67,2 100,0 
Total 61 100,0 100,0  
 
 
 
 
Statistics 
I AM ALWAYS CLEAR AS TO WHAT 
IS EXPECTED FROM ME AT WORK 
N Valid 61 
Missing 0 
Mean 3,8689 
Std. Deviation 1,05634 
Minimum 1,00 
Maximum 5,00 
 
  
International Hellenic University / MSc In Management 
Maria – Anastasia Gkoutsidou 
88 
 
I AM ALWAYS CLEAR AS TO WHAT IS EXPECTED FROM ME AT WORK 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 1 1,6 1,6 1,6 
DISAGREE 7 11,5 11,5 13,1 
NEITHER AGREE NOR 
DISAGREE 
11 18,0 18,0 31,1 
AGREE 22 36,1 36,1 67,2 
STRONGLY AGREE 20 32,8 32,8 100,0 
Total 61 100,0 100,0  
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I GROW AND ADVANCE IN THE LIBRARIAN'S POSITION 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 2 3,3 3,3 3,3 
DISAGREE 1 1,6 1,6 4,9 
NEITHER AGREE NOR 
DISAGREE 
7 11,5 11,5 16,4 
AGREE 34 55,7 55,7 72,1 
STRONGLY AGREE 17 27,9 27,9 100,0 
Total 61 100,0 100,0  
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Statistics 
TRAINING PROGRAMS/SEMINARS 
REGARDING LIBRARIANSHIP 
IMPROVES MY WORK 
N Valid 61 
Missing 0 
Mean 4,3770 
Std. Deviation ,68712 
Minimum 3,00 
Maximum 5,00 
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TRAINING PROGRAMS/SEMINARS REGARDING LIBRARIANSHIP IMPROVES MY WORK 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid NEITHER AGREE NOR 
DISAGREE 
7 11,5 11,5 11,5 
AGREE 24 39,3 39,3 50,8 
STRONGLY AGREE 30 49,2 49,2 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
THE ORGANIZATION 
ENCOURAGES EMPLOYEES' 
PARTICIPATION AT 
SEMINARS/WORKSHOPS/CONFER
ENCES 
N Valid 61 
Missing 0 
Mean 3,5410 
Std. Deviation 1,16295 
Minimum 1,00 
Maximum 5,00 
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THE ORGANIZATION ENCOURAGES EMPLOYEES' PARTICIPATION AT 
SEMINARS/WORKSHOPS/CONFERENCES 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 4 6,6 6,6 6,6 
DISAGREE 6 9,8 9,8 16,4 
NEITHER AGREE NOR 
DISAGREE 
19 31,1 31,1 47,5 
AGREE 17 27,9 27,9 75,4 
STRONGLY AGREE 15 24,6 24,6 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
WORKPLACE TRAINING IS REALLY 
IMPORTANT 
N Valid 61 
Missing 0 
Mean 4,6557 
Std. Deviation ,60236 
Minimum 3,00 
Maximum 5,00 
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WORKPLACE TRAINING IS REALLY IMPORTANT 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid NEITHER AGREE NOR 
DISAGREE 
4 6,6 6,6 6,6 
AGREE 13 21,3 21,3 27,9 
STRONGLY AGREE 44 72,1 72,1 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
IT IS IMPORTANT THAT MY 
WORKING HOURS FITS MY 
PERSONAL SCHEDULE 
N Valid 61 
Missing 0 
Mean 4,3934 
Std. Deviation ,88088 
Minimum 2,00 
Maximum 5,00 
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IT IS IMPORTANT THAT MY WORKING HOURS FITS MY PERSONAL SCHEDULE 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid DISAGREE 4 6,6 6,6 6,6 
NEITHER AGREE NOR 
DISAGREE 
4 6,6 6,6 13,1 
AGREE 17 27,9 27,9 41,0 
STRONGLY AGREE 36 59,0 59,0 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
THERE IS FLEXIBILITY IN MY 
WORKING HOURS 
N Valid 61 
Missing 0 
Mean 3,5246 
Std. Deviation 1,02643 
Minimum 1,00 
Maximum 5,00 
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THERE IS FLEXIBILITY IN MY WORKING HOURS 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 2 3,3 3,3 3,3 
DISAGREE 9 14,8 14,8 18,0 
NEITHER AGREE NOR 
DISAGREE 
14 23,0 23,0 41,0 
AGREE 27 44,3 44,3 85,2 
STRONGLY AGREE 9 14,8 14,8 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
I AM SATISFIED WITH THE 
SUPERVISORS ABILITY TO LEAD 
ME 
N Valid 61 
Missing 0 
Mean 3,6557 
Std. Deviation 1,19562 
Minimum 1,00 
Maximum 5,00 
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I AM SATISFIED WITH THE SUPERVISORS ABILITY TO LEAD ME 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 3 4,9 4,9 4,9 
DISAGREE 9 14,8 14,8 19,7 
NEITHER AGREE NOR 
DISAGREE 
12 19,7 19,7 39,3 
AGREE 19 31,1 31,1 70,5 
STRONGLY AGREE 18 29,5 29,5 100,0 
Total 61 100,0 100,0  
 
 
Statistics 
I AM SATISFIED WITH THE WAY 
MY SUPERVISOR HELPS ME 
ACHIEVE MY GOALS 
N Valid 61 
Missing 0 
Mean 3,5246 
Std. Deviation 1,21938 
Minimum 1,00 
Maximum 5,00 
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I AM SATISFIED WITH THE WAY MY SUPERVISOR HELPS ME ACHIEVE MY GOALS 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid STRONGLY DISAGREE 5 8,2 8,2 8,2 
DISAGREE 7 11,5 11,5 19,7 
NEITHER AGREE NOR 
DISAGREE 
15 24,6 24,6 44,3 
AGREE 19 31,1 31,1 75,4 
STRONGLY AGREE 15 24,6 24,6 100,0 
Total 61 100,0 100,0  
 
 
 
 
